INTRODUCTION
In the last decades in Brazil the entry rate of women in the labor market was higher than the entry of men. From 1980 From to 1990 .3% women entered the labor called attention to the prejudice against women. Pillsbury, Capozzoli and Ciampa (1989) evidenced that female accountants suffer lack of mobility in career advancement explained by men's domain in certain functions of accounting. Similarly, Trapp, Hermanson and Turner (1989) found that male accountants have greater career advancement for accounting management positions, strategic and audit functions.
Historically, women have been excluded from senior positions in the accounting profession (ROBERTS; COUTTS, 1992) occupying a greater number of secretarial functions and general services (MCKEEN; RICHARDSON, 1998) . Gender inequality was driven by the fact that women were considered intellectually incapable of performing management functions (LEHMAN, 1992) . Recently, it has been seen that women accountants are still fewer in number in upper levels of the hierarchy, while recruitment for operating activities in accounting is increasingly balanced for gender equality (DAMBRIN; LAMBERT, 2008) .
On the other hand, according to Gomes (2005) the new reality of the working world has demanded professionals with objectivity, perseverance and willingness to work in teams. Such factors may facilitate the inclusion of women in male-dominated professions. However, in the concept of Cavalcanti and Guimarães (1999) , Guimarães (2001) and Brighenti, Jacomossi and Silva (2015) the difference in income between men and women is also growing. This difference is most apparent in power functions being called by the literature as the glass ceiling phenomenon. The glass ceiling is a Disponível em: http://editora.unoesc.edu.br/index.php/race barrier that prevents the growth of women's income because of the exclusion from high positions in the hierarchy and even among management positions.
There is national and international research exploring the glass ceiling, but little is known about its occurrence in the accounting profession. For this reason, the following research question was explored: what are the gender differences in the accounting profession analyzed from the perspective of the glass ceiling? To answer this question the study aims to identify gender differences in the accounting profession analyzed from the perspective of the glass ceiling.
The study is justified by the growing entry of women into the labor market, increasing discussions about gender inequality in career progression (STEIL, 1997) .
For Munhoz (2000) the invisible barriers that prevent the rise of women in leadership positions are enhanced by the women's stereotype created spreading they would not have leadership style, demonstrating a lack of comprehensive understanding of the business world and excessive care with family.
The choice of the accounting profession is justified by its relevance in decision-making organizations and focus on a single business area, factors favoring the evaluation of aspects of career development (MELAMED, 1995) . In addition, research in accounting has relevance in the fact that it is a profession with high workload and excessive hours, factors that make it difficult for women to combine work with family life and care with family.
Additionally, studies of gender inequality on different perspectives contribute to broaden the debate and the search for actions to reduce and therefore help with socialization (HOFFMAN, 2004) . Regarding the study by Brighenti, Jacomossi and Silva (2015) this research extends the vision of gender inequality, not only focused on salary issues, but entering the invisible barriers that prevent women to join the most prestigious careers in the accounting profession. Regarding the study by Sousa, Voese and Abbas (2015) , the differential has been assessing gender inequality by the employment of women in the accounting profession at different hierarchical levels contributing to the theoretical and empirical field on the effectiveness of glass ceiling.
THEORETICAL BACKGROUND
The studies developed by Avelino Júnior (2005) and Cardoso, Souza and Almeida (2006) , highlighted the increasing participation of women in the accounting profession, however, men still predominate in management positions and accounting leadership, and also get higher pay. However, Cardoso, Souza and Almeida (2006) RACE, Unoesc, v. 15, n. 2, p. 447-474, maio/ago. 2016 have signaled an increased demand for undergraduate courses in accounting by women while in specialization courses the predominance of men remained.
In the same direction, the study by Siqueira et al. (2013) on the role of women in the accounting environment shows that women's participation has evolved over the last decade, mainly due to the increased entry of women in undergraduate courses. However, even with the growing entry of women trained in accounting, mostly still perform accounting assistant activities, which consequently are less paid than management, leadership and audit positions.
Similarly, Altoe (2014) studied factors that explain the work-life balance for Paraná accountants. The findings indicated that accountants believe that excessive hours of work reflect negatively in other spheres impacting the perception of work-life balance. The factors may explain the evidence that positions that female accountants in Paraná carry out are of accounting assistant and accounting analyst. These findings infer that the lower the hierarchical level the higher the performance of women in accounting.
Historically, the inclusion of women in the labor market is marked by progress and delays. On one hand, there was an increase in female participation in the labor market, with access to careers and prestigious professions, and in management positions. On the other hand, there is high unemployment of women, poor quality of work and the predominance in precarious, informal and assistant activities (BRUS-CHINI, 2007) .
In Brazil the wage differentials in the labor market have been studied by Cavalcanti and Guimarães (1999) , Guimarães (2001) and Brighenti, Jacomossi and Silva (2015) . The converging results are based on the support that the differences in average income of women against the men are significant even in the face of research in regions, periods and different timelines. Additionally, reinforcing that age and education can determine the extent of discrimination against women, entering aspects that go beyond the wage gap.
The study by Cavalcanti and Guimarães (1999) , by linking education, remuneration and gender found that the returns to education are positive and growing along the income scale in both genders. However, returns to studying grow faster for men than for women. The consequence is that investments in education do not imply better income distribution.
Traditionally, the vast majority of leadership positions in both the United States and in other parts of the world were occupied by men (STELTER, 2002) . Even though there is a growing number of women that enter the labor market and an increa-se in the number of management positions, women's access to leadership positions remains limited (BLACK; ROTHMAN, 1998; EAGLY; JOHANNESEN-SCHMIDT; VAN ENGEN, 2003; OAKLEY, 2000; RIDGEWAY, 2001; STELTER, 2002) . Oakley (2000) argues that there are three categories that explain the barriers that result in the glass ceiling: (1) corporate practices, such as recruitment, retention and promotion; (2) behavioral and cultural causes, such as stereotypes and preferred leadership style; and (3) structural cultural explanations rooted in feminist theory.
According to Meyerson and Fletcher (2000) , a woman could miss a promotion to a male colleague with less experience only because of gender discrimination.
However, today, these issues should occur less frequently due to the awareness of organizations for the placement of women in high-ranking positions.
Today, discrimination against women remains in a multitude of work practices and cultural norms that seem impartial (MEYERSON; FLETCHER, 2000) . Thus, discrimination against women can also occur in the accounting profession. The same may occur with respect to the glass ceiling where women may have more difficulties in the rise of accountant/audit career by the aspects and characteristics related to gender inequality. Brighenti, Jacomossi and Silva (2015) investigated gender inequality in the performance of accountants and auditors in the labor market of the State of Santa Catarina, Brazil. The survey sample comprised 6,861 professionals in Accounting and Audit of the State of Santa Catarina. The results showed that even women with average range of education equal to that of men, the average pay is still lower, suggesting gender inequality evidence. Regarding the influencing factors of compensation the age of attributes, length of employment, education and company size were similar between men and women actually confirming that wage inequality comes from the gender discrimination.
In France, there was an advance in the number of women with degrees in Accounting. However, the under-representation of women accountants evolved only in quantity and not on quality, which are still struggling to ascend the high positions of the accounting profession, especially as partners in audit firms. The women gender inequality in the audit has been a reflection of the personal life and care with family (DAMBRIN; LAMBERT, 2008). Cooke and Xiao (2014) investigate the nature of the work of external auditors in China, and how the personal lives of women auditors becomes a constraint for career. They explored the probable differences in aspirations for career advancement for male and female auditors and the extent to which these differences can be reinforced by the social role of gender, organizational practices and preferences. They based their RACE, Unoesc, v. 15, n. 2, p. 447-474, maio/ago. 2016 study on 69 interviews with five companies located auditors in China. The results indicated that women's careers as auditors are under pressure due to both the social role of gender as by the organizational factors. The gender stereotypes persist, shaping the career of auditors and determining the gender inequality in the profession.
GLASS CEILING APPROACH
The glass ceiling is a concept introduced in the 1980s, in the United States to describe a transparent and subtle barrier that is able to make the rise of women to the highest levels of the organizational hierarchy impossible. The barrier affects women as a group, preventing progress due to gender and not because of lack of ability to take up higher hierarchy of functions (POWELL; BUTTERFIELD, 1994; OHLOTT; RUDERMAN; MCCAULEY, 1994) .
About organizations and gender, Mills (1993) states that organizations are not set up in areas where people enter, but in an entangled network of relations in which the issue of gender is deeply rooted. Thus, gender has an important aspect in interpersonal and work relationships that may impact on gender inequality, because men create barriers to the rise of women (POWELL, 1993). The selection of professionals to occupy senior positions in the organizational hierarchy becomes complex and subjective and discrimination against women is increasingly invisible, yet active (OHLOTT; RUDERMAN; MCCAULEY, 1994).
According to the glass ceiling perspective, there is possibly an invisible barrier (glass ceiling) in the accounting profession that may explain gender inequality in certain levels of the profession. According to Cooper Jackson (2001) researchers believe that the creation of the invisible barrier is closely related to gender, rather than the lack of professional capacity.
Interestingly there are activities that receive preferably men because they have aggressive characteristics, objective thinking, dominance, competition and determination (KLENKE, 1996) . However, when women exhibit such characteristics often receive negative evaluation; while men displaying the same traits are evaluated positively. Women report that if they adopt a female management style they run the risk of being regarded as ineffective, and if they adopt a male style they will be criticized for not adopting other practices (RAGINS; TOWNSEND; MATTIS, 1998). These authors report that women feel the need to work more hours to prove credibility, particularly when they are occupying high-ranking positions.
For Leite (1994) In accordance with Powell and Butterfield (1994) when the procedures for hiring and promotions are not standardized and have subjective criteria there is greater tendency in favor of males. Dwyer, Johnston and Miller (1996) comment that few men executives admit reject a woman on the basis of prejudice to the gender, and few disagree that women can have important managerial skill. However, they create barriers to acceptance of women in certain workplaces.
Recently the study of Ramdhony, Oogarah-Hanuman e Somir (2013) investigated the career advancement of women accountants in Mauritius. The results show that although there was an increase in the number of women in the accounting profession, they have not achieved senior management positions. They found that the glass ceiling and work-life balance conflicts have been responsible for the creation of barriers that hinder the advancement of women throughout the accountant career. Souza, Voese and Abbas (2015) found that the young female accountants are breaking the glass ceiling in the search for progress in accounting career. In order to explore this proposition, they carried out a comparative analysis among young and mature female accountants. Data were collected from a questionnaire built based on research by Gammie et al. (2007) . The sample consisted of 63 respondents trained in two higher RACE, Unoesc, v. 15, n. 2, p. 447-474, maio/ago. 2016 education institutions in the state of Paraná. The findings indicate that the performance of female accountants is restricted to lower levels and they are still facing glass ceiling in search of career advancement. They suggest a starting point for further studies with the object of analysis the gender inequality in the accounting profession under the glass ceiling of the premise besides encouraging the practical proactive attitudes within companies in the development of working practices that are flexible for female accountants.
RESEARCH METHODOLOGY
This research as to its purpose, is characterized as descriptive. According In order to extract the said sample, information about the accounting area were first selected, later people who did not have complete higher education were excluded so that the parameters would be the same in all positions in the hierarchy studied. Then, information was extracted that gave rise to the following research variables: Gender, position, education, age, compensation, company size, time in position and unit of the federation. For the application of statistical techniques, those variables were categorized as in Table 1 . The data were analyzed by bivariate way to verify the relation/association between the variables studied. In this case, the correlation was performed using analysis software SPSS. According to Pestana and Gageiro (2000, p. 174 Thus, the correlation coefficient used was the Spearman test which is a measure of association that requires both variables present in measurement scale at least ordinal therefore applicable to the model for variables used in this study, as shown in Table 1 .
Then the chi-square test was applied in order to test the frequency of the variable gender with other variables. According to Favero et al. (2009, p. 149) , "The chi-square test can be used as an extension of binomial test and is applied to a sample in that the nominal variable assumes two or more categories. The test compares the observed frequencies with those expected in each category."
Finally, we applied the multiple correspondence analysis using the SPSS software, in order to identify the profile of gender on the other variables. The procedure adopted to make the correspondence analysis technique was HOMALS applied when seeking to verify the relationship between two or more nominal/ordinal variables (PESTANA; GAGEIRO, 2000) .
ANALYSIS OF RESULTS
The analysis of the results was divided into three sections. The first shows 
DESCRIPTIVE STATISTICS OF THE OBSERVED VARIABLES
This section presents the results of descriptive statistics of the variables observed with the aim of showing the composition of the frequency of each variable. In Table 2 are initially presented the composition of the sample distributed by gender, for a total of 34,886 observations, divided into 44% for males and 56% for females.
After that the distribution of positions is shown by gender, highlighting the position Accountant with the highest volume of 18,090 observations, with the predominance of males in this position.
Disponível em: http://editora.unoesc.edu.br/index.php/race Then the distribution of education and gender is presented demonstrating that complete higher education is the formation of the majority with 34,553 observations and predominance of females in this level of training. In the age distribution by age it is observed that the largest public lies in the range of 31 to 40 years, with 12,772 observations and there is a predominance of females in this age group.
On remuneration, its distribution shows that there is a predominance in the range of R$ 2,000.00 to R$ 5,000.00, and predominance of females in this salary range. Regarding the size of companies, it is shown that large companies make up the largest amount, with gender distributed practically equitably between male and female. With respect to time in position, the largest volume of observations is in the group with over 5 years in the position with 10,322 observations, followed very close by the group with less time than a year and that with time period of one to three years in position. Finally, it demonstrates location by state, with the state of Paraná presenting the greatest number, 13,613 observations and a small difference between females and males. This gender distribution, in percentage terms, was also very close to those found in the state of Santa Catarina, but far from gender distribution occurred in Rio Grande do Sul.
ANALYSIS OF ASSOCIATION BETWEEN VARIABLES
In a preliminary analysis of the application of the multiple correspondence analysis technique (HOMALS) study aimed to verify the degree of independence and association between the variables. Thus, first an exploratory data analysis by the correlation test (Spearman) was carried out and then the chi-square test in order to test the result of the correlation. The Spearman test was to identify the association between variables. Table 3 provides the measure of association between the variables.
Disponível em: http://editora.unoesc.edu.br/index.php/race It is noted that the values of "sig", less than 0.05, enhance the dependence between pairs of variables. Thus, the results of the correlation test (Spearman) allow to predict that there is a significant association between the variable gender and job variables (0.237 **), education (-0.012 *), age (-0.178 **), compensation (-0.233 **), company size (-0.109 **), time in position (-0.095 **) and federation unit (-0.56**).
The result of the correlation indicates that the position of accounting assistant is more associated with the female gender, lower educational level is associated with the female gender, younger age is associated with the female gender, lower pay is associated with the female gender, the smaller companies are associated with the female gender, the shortest time in position is associated with the female gender and the state of Santa Catarina and Rio Grande do Sul are more associated with females.
Moreover, the results suggest that all variables have some association with gender of the accounting profession. Therefore, observation allowed the use of all variables for the application of chi-square test. The test was used to verify the evidence of the facts presented in the correlation of Spearman, so the first verification was of gender versus position, as shown in Table 4 .
RACE, Unoesc, v. 15, n. 2, p. 447-474, maio/ago. 2016 It is observed that the test showed significance at 5%, proving that there are differences between male and female in the matter of positions involving the accounting profession. The facts show that, on elite positions in the accounting profession, as the Accounting Auditor, the expected score for males was 1,675.7 and the actual count was 2,346; on the other hand, for females, the expected count was 2,160.30 and the effective count was 1,490.
It is concluded that in most senior positions in the accounting profession (accounting auditor) there is a predominance to be exercised by men and not by women.
The same occurs in the position of accountant where men outnumber the expected count, while women were below the expected count, further proving the facts.
Moreover, the male predominance in higher positions is also confirmed when It is concluded that the accounting profession, like other professions, has an invisible barrier that prevents access of women to jobs and occupations that offer Disponível em: http://editora.unoesc.edu.br/index.php/race higher income. The barrier affects women due to gender and not by the inability to occupy accountant and accounting auditor positions, since the training in Accounting offers and accredits professionals for the exercise of these functions (POWELL; BU-TTERFIELD, 1994; OHLOTT; RUDERMAN; MCCAULEY, 1994) . Further, Table 5 describes the chi-square test between Gender vs. Education. It was found that the educational level showed significant differences the level of 5% between male and female genders. Table 6 describes the chi-square test on gender versus age. ,147.4 4,501.5 7,192.9 3,839.7 1,911.4 19,647.0 Source: Research Data.
It was found that the educational level showed significant differences in the level of 5% between male and female genders. The results indicate that by younger ages there is a predominance of more women in the accounting profession, wherein the levels (16-20; 21-25; 26-30; 31-40) were higher than the expected count always for females. On the other hand, the upper ages are predominance of men in the accounting profession, in which the levels of (41-50;> 50) were higher than the expected count, always for males. The result can be explained because in the past decade women had lower participation in the labor market and in recent decades there is a greater insertion of the same in the labor market. The findings can be explained by the inference of Gomes (2005), which considers that the family environment can influence the integration of women in the labor market. In addition, the twenty-first century is beginning with a distinct profile of women that prioritize the labor market and only later seek starting a family and or having children (GOMES, 2005) . Table 7 shows the chi-square test between gender versus remuneration. It was found that the remuneration showed significant differences in the level of 5% between male and female genders. The results indicate that the higher remuneration (R$ 5,000.00 to R$ 8,000.00 and > R$ 8,000.00) is predominantly of men in the accounting profession and lower salaries (< R$ 2,000.00 and from R$ 2,000.00 to R$ 5,000.00) predominate among women.
The findings corroborate Stiel (1997), Guimarães (1999) , Guimarães (2001) and Brighenti, Jacomossi and Silva (2015) , which infer on the lower pay of women performing the same professional assignments as men. The gender gap remains significant, although women have obtained a similar education. It is observed that the size of the company showed significant differences the level of 5% in relation to gender. It is concluded that there is a predominance of man in accounting of the large companies. Table 9 describes the chi-square test on gender versus time in position. It was found that the time in position showed significant differences the level of 5% in relation to gender. The results show that men in the accounting profession remain in position for longer periods of time, that is, for over 5 years. This result is supported by the fact that the expected count for the gender was surpassed by actual count accounting It is observed that the variable federation unit showed significant differences the level of 5% in relation to gender. The results indicate that women predominate in the accounting profession in greater proportion in the states of Santa Catarina and Rio
Grande do Sul and that men have a higher prevalence in Paraná.
HOMOGENEITY ANALYSIS TO TEST THE ROBUSTNESS OF FINDINGS
Later, as a way to prove the evidence found in the chi-square test correspondence analysis was drawn up (HOMALS). Thus, it depicts the total variance explained by each dimension established, through their self-worth. It was observed the generation of two dimensions explaining respectively 30.40% and 16.60% of the data variation. Table 11 shows the discrimination measures informing about the most important variables in each dimension. It is verified that in the dimension 1 the most important variables refer to re- joining certain careers of greater prestige and power, and achieve consistent remuneration with men. In dimension 2 the most important variables were the remuneration (0.447) and age (0.424). Thus, Figure 1 shows the relationship of distribution of search categories. 
CONCLUSION
It is found that inequality in relation to gender is part of everyday life for many professions and high-ranking management positions. The results indicate that in the accounting profession the facts are not controversial to the findings of other professional areas, there are several gender inequalities that could be observed.
We concluded that the positions of the accounting profession who are more concerned with decisions-making and non-operating are occupied by male professionals, such as the accounting auditor and accountant are considered positions of high hierarchy of the accounting profession.
Regarding education, the results indicate that the difference was more relevant in relation to the master's level in which the male gender was predominant in relation to females. Moreover, the results indicate that younger women predominate in the accounting profession. On the other hand, more advanced ages are predominantly men. It is concluded that the men of the accounting profession have most often higher remuneration than for females.
The results also show that there is a predominance of men taking the accounting profession activities in large companies and women perform such activities in small and medium size companies. And men, in most cases, stay longer in positions of the accounting profession in the same company, in relation to women.
Finally, women are working in the accounting profession in greater proportion than men in the states of Santa Catarina and Rio Grande do Sul, and the reverse occurs in Parana state where men are active in greater proportion. Therefore, the data provide information to support the evidence of the existence of glass ceiling in the accounting profession, because the results show more men in command functions and they are better paid, whereas women who are in control functions earn less and are the minority, as are women who fill most of the lower positions in business and yet they are worse paid.
The results suggest that the accounting profession in the southern region has barriers that tend to prevent women from reaching accounting positions of higher authority and/or power, such as accounting auditor and accountant. Moreover, the barrier makes accounting professionals women, even exercising similar functions to
